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Features of Effective Educational Leadership from the Perspectives of Teachers

Aysha S. AI-Nuaimi

United Arab Emirates University

Abstract

The purpose of this study was to investigate the important characteristics and
features influencing effective educational leadership from the perspectives of
teachers. There were six main features that were investigated in this study. These are:
model the way, inspire a shared vision, challenge the process, enables others to act,
encourage the heart, and have a global mind set. The study was guided by one
research question. Data for this study were collected through a survey questionnaire.
It contains 3 6 close ended- questions and one open-ended question. The instrument
rated responses on a five level Likert Scale questionnaire which is rated from strongly
agree to strongly disagree. The participants were 4 1 4 teachers from public schools of
AI-Ain Educational Zone. After collecting the questionnaires, data were analyzed
using the analytical software the SPSS. For the open-ended question, the suggested
features were computed to find out the percentage and the frequency.

The result of

the study indicated that there are eight important features of effective educational
leadership. 1bree of these features were ordered to be the most three important
features of effective educational leadership. These three most important features are:
treating people with dignity and respect, encouraging and praising people for their
jobs, and setting a personal model of what is expected.
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Cha pter 1

Introdu ction

Educational leadership is essential for ensuring that every child gets the education
he/she needs to succeed. It has been called the "bridge" that brings together the many
different reform efforts in ways that practically no other approach

can.

Leadership is exercised not through individual charisma or heroic action, but by
creating an organization that will survive ( Ogawa and Bossert, 1 997). Effective
leadership means m ore than simply knowing what to do, how and why to do it.
Effective leaders should know how to balance pushing for change while at the same
time protecting aspects of culture (Waters and Marzano, 2003).

Effective educational leadership (EEL) consistently emerges as a variable that is
critical to creating effective school s. Many research studies and books have discussed
effective educational leadership. Some have shed l ight on the differences between
effective and ineffective educational organizations. While each research has generated
a set of descriptors that characterize e ffective or excellent schools, one variable has
emerged as critically important, namely, the leadership abilities of the principal.

The whole idea of educational leadership is based on the influence of the
principal on teachers. So it seems natural to measure educational leadership
by examining the perceptions teachers have of principals. If teachers do not
experience what principals do, what they do cannot

be

very influential in educational

outcomes (Grift, 1 999).
Historical ly, people have regarded leadership as a gift granted to the rare and
the few, but today it is widely accepted that leadership skills can

be taught and
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developed and become more effective (puccio 2007). Wald et al. (2000) mentioned
that over the years many schools have functioned under the hierarchical, command
and- control model of leadership that evolved during the Industrial Revolution. This
era valued efficiency and uniform mass production of goods, all of which also became
the earmarks of a successful organization and its leadership.
Many researchers have found it far more constructive today to study what
leaders actually do than to focus on specific leadership traits, such as creativity or
intelligence. This difference may be because of the different beliefs of whether
leadership is skills and talents that leaders were born with or is something that could
be acquired.
As we move on further in the 21st century, our schools continued to prepare our
children to be productive citizens in a democratic society. Living in a technologically
sophisticated age, knowledge, not goods, is the prize product today, and the future is
created not predicted. So creating educated, well- qualified generations who really are
committed to their culture and society and aiming at creating distinguished learning
community should be the most important goal that has to be achieved.

Statement of the Problem

Regarding to the UAE community, the majority of the general public believe
schools have stayed the same or gotten worse during the past five years which is
considered a real issue that can be directly affected by the leadership style. Another
issue is that raising the general level of quality in education has become a significant
future challenge in the UAE and as it is known one of the most important roles of the
school principal is raising the level of education.
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Another reason was that the Public- Private Partnership (PPP) projects that were
designed to transform schools into learning communities with an emphasis on
developing a range of important skills. Creating a learning community where
everyone can learn is one of the school leader's responsibilities that should not be
assigned to someone else. School leaders should be well- prepared to reach this level.

The purpose of this study is to investigate the factors and characteristics that affect
educational leadership in the UAE.
Charles A. Walker (2005) defined an effective leader as that one who inspires
others to give maximum effort to achieve a worthwhile goal. Effective Educational
Leadership (EEL) in educational organization is thus characterized by:

1.

Creating, articulating and implementing a shared vision

2.

Promoting a positive learning culture ,and providing and applying best

practices to student learning,

3.

Promoting a safe, efficient, legal, and effective learning environment,

4.

Inspiring trust and collaborating with the community and stakeholders to meet

diverse community interest and needs,
5.

Implementing and integrating technological tools to achieve a better learning

community. and
6.

Acting with integrity, fairness, and honesty i n a n ethical manner.

Research Q u estion

This study seeks the answer to the following research question:
What are the most effective features that influence effective educational leadership
from the perspective of a teacher in AI-Ain Education Zone?

EA TURES OF EFF CTT V E EDUCA TIO

AL LEA DERSHIP

4

ignificance of tbe Study

Many people acknowledge the importance and the influence of effective leadership
on individuals institutions, and communities. Effective leadership can be influential
in assisting these entities to thrive and achieve their goals. Ineffective leadership can
hamper individuals and their collective growth and development and lead teachers to
leave teaching. Identifying these factors may help school leaders to create an
environment where learning opportunities are provided to everyone equitably and
meaningfully. Moreover, such clear effective factors will develop those capacities,
standards and actions related to effective leadership. Realizing the factors of EEL
will help and improve the kind and quality of our education system and help provide
the society with better learning over generations.
The result of this study will help Abu Dhabi Educational Council (ADEC) to take
suitable decisions for specialized training courses for school leaders. Moreover, the
results of this study may help learners upgrade their personal and professional
development and thus obtain the characteristics of effective leaders.

Defmition of Terms
o

EFL: Effective Educational Leadership enhances student outcomes through
the creation of an environment where learning permeates the organizational
culture. The educational leader is able to promote a shared community
vision, mobilize people, lead curriculum and pedagogical practice,
administrate effectively and reflect critically on all practice (Woods et

al,

2004).
o

LPI: Leadership Practices Inventory is a leadership assessment instrument
that was created by James S, Kouses and Barry Z. Posner.

F
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ADEC: Abu Dhabi Educational Council that was found in

5

2005.

It aims at

supporting all learners in the emirate of Abu Dhabi in reaching their full
potential to compete in the global market.
o

MOE: Ministry Of Education in the UAE.

o

Abu Dhabi: Is the capital and the second largest city in the UAE.

o

AI-Ain: Is the second largest city in the Abu Dhabi Emirate and the fourth
largest city in the United Arab Emirates.
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Cha pter 2
Literatu re Review

This chapter contains three sections. The first addresses the theoretical
background on effective leadership and the features of effective leadership. The
second part offers some leadership theories, and the third reviews the literature and
previous studies already completed on effective educational leadership.

Section 1: Theoretical Background
E ffective leadership

Since the mid-1990� Leadership has become the key concept at work concerning
the developing of policy and its practice in educational systems and organizations.

Leadership is a contested concept. Historically, it has been defined through
different perceptions of what counts as "good" leadership and what should be
involved in leadership preparation. Those who focus on leadership discuss it in terms
of a function within the organizational setting that may be performed by a particular
individual or, more typically be provided by individuals in appropriate situations or
for appropriate issues. Leadership, therefore, can be seen as a fluid conception of an
organizational characteristic or a quality that rests as much upon particular individual
expertise as it does on a person's formal position or status within an organization
(Woods et al, 2004).
At the core of most defmitions of leadership are two functions: providing direction
and instructions and exercising influence. Each of these functions can be carried out
in different ways, and such differences indeed distinguish the many models of
leadership from one another. As Yukl (2001) notes, leadership influences the
interpretation of events for followers, the choice of objectives for the group or
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organization, the organization of work activities to accomplish those objectives, the
motivation of followers to achieve the objectives the maintenance of cooperative
relationships and teamwork, and finally the enlistment of support and cooperation
from people outside the group or organization (Yukle, 2001).
Leadership is exercised not through individual charisma or heroic actio� but by
creating an organization that will survive and flourish (Ogawa & Bossert. 2006).
Ogawa and Bossert also mention that effective school leaders are good leaders,
distinguished by their vision and passion and by their capacity to bring a critical spirit
into the complex and demanding job of headship, while at the same time focus on
staff and pupil performance and classroom pedagogy.
Effective leadership means more than simply knowing what to do, how to do it,
and why to do it. Effective leaders understand and know how to balance pushing for
change while at the same time protecting aspects of culture, values, and norms
deemed worth preserving. They have to know which policies, practices, incentives,
and resources to align and how to align them while applying organization priorities. It
is important to understand and value the people in the organization and know when,
how, and why to create supportive learning environments that connect people with
each other and provide the knowledge, skills, and resources they need to succeed.
This combination of knowledge and skills is the essence of balanced leadership.
(Waters, Marzano & McNulty, 2003).
Al-Gahdani

(2002), stated that the Muslim administrative leader has a character

which is distinguished it from others. This character is Islam which looked as
leadership as an important part of human nature. Leadership constitutes a system that
based upon human life and its interaction with other human beings.
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Facto rs o f Effective Educational Leadership

Deal and Peterson (1999) suggest that there are symbolic roles that educational
leaders must play in order to be effective. These symbolic roles are:
Historian: Probe the past to give meaning to the present and direction to the
future.
Anthropological sleuth: Look for present rituals and values
Visionary: Draw a picture of a positive future
Potter: Shape school culture
Poet: Communicate clearly with language
Healer: Heal wounds during transition.
Leaders play critical roles in identifying and supporting learning,structuring the
social setting,and mediating its external demands. According to Edmonds,(1982) the
characteristics of an effective school are: (1) the principal's leadership and attention to
the quality of instruction; (2) a pervasive and broadly understood instructional focus;

(3) an

orderly safe climate conducive to teaching and learning; (4)

Teacher behaviors

that convey the expected knowledge to those who need to obtain at least a minimum
mastery; and

(5) the

use of workable and clear measures of pupil achievement for

program evaluation.
Regardless of where the leader is located at home, in early childhood programs,at
kindergartens or high schools,or in colleges and universities,the effective leader
exhibits behaviors that influence the learning environment in a positive and
constructive manner over time.
Leithwood ,et al (2004),found that leadership, second to classroom instruction, is
the most influential characteristic in schools for student learning.

FEATU R E
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five competencies for educational

leaders. The disciplines are: personal mastery shared vision, mental models, team
learning and systems thinking.
The competencies necessary for educational leaders are 1) engagement i. e.;
mobilize to tackle tough problems;

2)

systems thinking which means recognize

systems and fmd their leverage to lead learning; and 3) self- awareness where leaders
have an impact on people and systems.
Fea t u res of Effective E d u catio n a l Leadership

Ten essential elements for achieving schools success were mentioned in Leading
American's Schools: The Critical Role of the Principal (1999). This book focused on
the critical role of the principal. These elements indicate what was expected from the
building principal to achieve the goals. High expectation, clear vision, leadership,
teamwork, staff development, a strong appropriate curriculum, safe, clean and orderly
environment for learning, genuine accountability, recognition and rewards for
excellence, and a strong community and parental support were the most important
elements expected from the school principal. The book also describes how the role of
the principal has changed from that of a manager to now that of a leader in recent
decades.

In a book developed by the National Association for Excellence and the Northwest
Regional Educational Lab (Research and Improvement, 1999) eight key points of
action for reaching international standards are clarified. The first key point of action
was to develop partnerships between schools and businesses. Another point was that
the school must be structured in a way that permits teachers to teach appropriate
curricula. As the building leader, the principal's responsibility is to raise the
awareness of the school community. The school principal is also responsible for
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spreading the efforts toward implementing an integrated curriculum that includes
basic skills.
Another key point was that learning assessment should include a wide variety of
technique . Parent involvement should be expanded to utilize parent support. A
principal is also responsible for enhancing student self-esteem by delivering
successful learning coupled with appropriate rewards. Teacher training should also be
supported by the school principal.
Burgess (2001) presented four keysa successful principal should have. First, she/
he should understand motivation. If the leader understands what really motivates
people to change and do their best in this regard, he or she has a much better chance
of achieving the goals of the schooL The second key was maximizing communication
skills. Burgess mentioned that by trying to truly understand someone and their points
of view, a principal is sending the message to the person that "you are important".
Managing self-directed tearns was an important principal key to success. School
leaders should give people a precise structure within which they can work to achieve
their maximum potentiaL The fourth and last key to success as a principal is to create
a continuous learning environment as a way to improve education .
The Maryland Task Force on Principalship who was the author of ( Mary Land
Force on the Principalship: Recommendations for Redefining the Role of the
Principal; Recruiting , Retaining, and Reward Principals, 2000) stated that the context
of the principal's job has changed dramatically over the past 20 years. Bess Keller
(1998) found that the best principals must have certain specific features. They should:
a) recognize teaching and learning as the main business of the school, b) communicate
the school's mission clearly and consistently, c) foster high standards for teaching and
learning, d) provide clear goals and monitor the progress of students to meet them, e)

f:EA TURES OF E F F CTNE EDUCATIONA L LEADERSfllP

11

promote an atmosphere of trust and sharing, f) build an adept staff and make
professional development a top concern and do not tolerate bad teachers.
During the past decade the National Council of Accreditation of Teacher Education
(NCATE) and the Interstate School Leadership Licensure Consortiwn (ISLLC) have
both been working to develop joint standards for the preparation and development of
school leaders. These new standards, known as the Educational Leadership
Constituent Council Standards, seek to develop educational leaders who promote the
success of all students by meeting the following specific standards:
Standard I: Facilitating the development, articulation, implementation and
stewardship of a school or district vision of learning that is shared and supported by
the school community.
Standard 2: Nurturing and sustaining a school culture and instructional program that
is conducive to student learning and staff professional growth.
Standard 3: Ensuring precise and positive management of the organization, its
operations, and resources for a safe, efficient, and effective learning environment.
Standard 4: Collaborating with families and community members, responding to
diverse community interests and needs, and mobilizing community resources.
Standard 5: Acting with integrity, fairness, and in an ethical manner.
Standard 6: Understanding, responding to, and influencing the larger political,
social, economic, legal and cultural context of learning.
Standard 7: Undertake substantial, sustained, standards-based experiences in real
settings planned and guided cooperatively by the institution and school district
personnel for graduate credit.
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These seven standards are essential to prepare future school leaders to be effective
leaders and exceptional ones (Wilmore, 2001). They are used recently to prepare
school leaders in a number of countries such as UAE.
In the coming decades, principals will need to play an ever larger role in the work
of convincing the public to support public schools (pierce, 2003). Pierce mentions in
his book that being a principal means being part of the decision- making process for
how to handle the big challenges ahead of us. Our communities are in need of leaders
with foresight who can plan five to ten years ahead. They need excellence and equity.
They need collaboration and cooperation. They need a structure in the education
system that will attract excellence. They need to develop a greater connection
between social poLicy and educational policy. These 21 sl century principals must do
more and more. They have to be skilled at creating strong committed teams, which
means that they need to be strong instructional leaders with the ability to develop
teacher leaders who can help them run the schools.
Gorge (2007) indicated in his study that social justice leadership is indeed what
good leadership should be all about. A social justice leader was described in this
article as one who: a) places significant value on diversity and extends cultural
respect, b) ends segregated and pull-up programs that prohibit the emotional and
academic success of marginalized children, c) strengthens core teaching and core
curricula, d) embeds professional development in collaborative structures and a
context that accesses that core, e) knows that school cannot be great until the students
with the greatest struggles are given the same rich opportunities academically and
socially, f) collaboratively addresses the problem for how to achieve success, h) sees
all data through a lens of equity, i) knows that building community and differentiation
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are tools that will ensure that all students achieve success together, and j) becomes
intertwined with the life, community, and soul of the school.
At the same time, he describes as a good leader as a person who: l.works with sub
publics to connect with the community, 2. speaks of success for all children, 3.
supports a variety of programs for diverse learners, 4. facilitates professional
development and best practices, 5. builds a collective vision of a great school, 6.
empowers staff and works collaboratively with them, 7. networks and builds
coalitions, 8. uses data to understand the day-to day reality of the school, and 9.
understands that all children have individual needs.
In 2005, Stanford University published a study on school leadership on how to
develop successful principals. The study mentioned that the role of the principal has
swelled in recent years to include a staggering array of responsibilities. Principals are
expected to be educational visionaries, instructional leaders, assessment experts,
disciplinarians, community builders, public relations experts, budget analysts, facility
managers, special programs administrators, and guardians of various legal,
contractual, and policy mandates and initiatives.
Section 2: Leaders h ip Theo ries

There are many leadership theories that discuss the different types of leadership.
An attempt will be made here to highlight on the details of these theories.

A review of the leadership literature reveals an evolving series of 'schools of

thought' that range from the "Great Man" and "Trait" theories to "Transformational"
leadership. While the early theories tend to focus on the characteristics and behaviors
of successful leaders, later theories began to consider the role of followers and the
contextual nature of leadership.
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The great man theories were based on the belief that leaders are exceptional people,
born with innate qualities and destined to lead. The use of the term "man" was
intentional since until the latter part of the twentieth century,as leadership was
thought of as a concept that was primarily male military and Western (Bolden et al
2003) .

Trait theory which assumes that human beings are born with inherited traits and the
right combination of those traits makes a person a leader. He mentions that leadership
is a matter of traits whether inherited or acquired( Stogdill,1974). Some of these traits
were adaptability,social awareness,achievement oriented,decisive,dominant,
energetic, cooperative,assertive,self-confident,persistent,responsible,and having a
capacity to tolerate stress.
Another theory is the behavioral theory. An important appeal of the behavioral
theory is that if we know what leaders do,then it is possible to teach people the skills
of leadership. So in theory, everyone is capable of becoming a leader if that individual
learns leadership properly. The theory is based on the belief that great leaders are
made,not born. This leadership theory focuses on the actions of leaders,not on
inherited mental qualities or internal states. According to this theory,people can learn
how to become leaders through teaching ,observation,and practice (Bolden,2007).

Bass (1990) defined transformational leadership theory in terms of how the leader
affects followers. He identified three ways in which leaders can transfonn followers.
The first is to increase their awareness of task importance and value. The second is to
get followers to focus first on team or organizational goals,rather than their own
interests,and the last goal is to activate their higher-order needs. While transactional
leadership involves motivating and directing followers primarily through appealing to
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their own self-interest, the power o f transactional leaders comes from their formal
authority and responsibility in the organization. The main goal of the follower is
always to obey the instructions of the leader.

Situational theory is another leadership theory. Graff ( 1983) mentions that in
Situational Leadership theory, leaders analyze the needs of a situation and then use
the most appropriate leadership style. Depending on the employees' competences in
their task areas and commitment to their tasks, leadership style should vary from one
person to another. It may even lead the same person one way sometimes and another
way at other times.

Although there is not enough studies in the types of educational leadership in the
UAE, it seems that there is a combination of leadership theories. The common
theories that are adopted by leaders in the

UAE are the transactional and the

situational leadership (Wahbi, 1991).

Section 3: Previou s S t udies

Effective educational leadership is essential in any learning community. Realizing
the features of educational leadership will help produce success for that education
system. This literature review aimed to locate the national and international research
and documentary evidence relating to leadership of schools. A wide-ranging search
was undertaken, including an examination of electronic databases and search engines,
such as ERIC, Google Scholar, a range of websites for research associations and
government sites, and of printed and electronic journals on leadership in education.
The following is a s umm ary of previous studies on educational leadership.

EA TURE

OF EFFECTWE EDUCATION A L LEADERSHIP

Hughes, 10nnson, and Madjidi

(1999) conducted a study on

16

the efficacy of

administrator preparation programs. The purpose of the study was to investigate the
differences in the views that exist among administrators based on their demographic
characteristics (e.g. age, gender, and years of experience) and how these differences
affected the design of curricula for this group. The chief administrators in 3,88 1
private chools in California were the population for this study. Then 700 chief
administrators were selected randomly to be the sample. They included African
Americans, Hispanics, Asians, and Native Americans. Their ages ranged from 41-60
and had experience that ranged between 4-15 years. The researchers used a survey
ins trument with a 5-point Likert scale to obtain the perceptions of these private school
administrators. They also conducted a series of Chi-square analyses and reported the
results using the p-value. After analyzing the data the researchers found that the
majority of private school administrators held either doctorate of master's degrees
which meant they were well educated. The results of this study indicated that there are
no statistically significant differences for whether or not an administrator has
completed his or her education and an administrator's gender, ethnicity, years of
experience and age.

Sten (2006) conducted a qualitative study of the aspects influencing the
implementation of invitational education (a theory of practice; that is it is about
putting perceptions to work) in schools in the US. The purpose of this study was to
examine the aspects that can affect the effective implementation of invitational
education in the schools. Purposeful sampling was selected from Kentucky and New
Mexico. Of these, four schools were from Kentucky; two were elementary, one was a

9th grade school,

and one was a high school. Of the group, five schools were in New
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Mexico' two were early childhood centers, and three were elementary schools. All
schools had a diverse population of students in terms of income and national heritage.
The researcher used the interviews as the tool for collecting data. He interviewed
the principals individual teachers and the consultants from the selected schools. The
interviews determin ed by timetable and particular circumstances of the school lasted
from 60 to 90 minutes. All the interviews were transcribed into the computer.
Significant group comments were grouped into categories while analyzing the data
The finding of this study indicated that all the educational institutions selected in the
study agreed that there are major aspects required for effective implementation, such
as a PhD program, the role of leadership and the teachers, and in-school and out-of
school conditions.
In addition, a study was done by Bathrolomay, Wallace & M ason (200 1 ) on the
leadership factors. The purpose of this study was to examine how curriculum,
instruction leadership and other factors contribute to exemplary and ideal results for
all high school students. The sample was selected from a population of 1 1 4 schools
nominated for the project due to their success. Four secondary schools were chosen
by the National Advisory Panel as part of the Beacons of Excellent project.
The selected schools had high rates of inclusion of students with individual
Education Plans within the general education program and high rates of graduation for
all students, including students with disabilities. However, the schools varied in terms
of per pupil resource allocation, number of students enrolled, and the percentage of
students' receiving services for limited English proficiency. The researchers
conducted a variety of data collection strategies. They collected documents on student
achievement. They also conducted classrooms observation using a computerized data
collection system. They conducted teacher surveys and interviews. After two years of
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study, the researchers identified seven themes found to be essential to the success of
inclusive high schools. These themes were : 1. challenging al l students and their
teachers to high standards 2. bui lding an inclusive collaborative community for
learning. 3. fostering a school culture of innovation and creativity.

4.

Engaging

stakeholders in school leadership. 5 . hiring staff that wi l l reinforce school values and
vision. 7. using data for decision- making and school improvement planning. The
relationships among these themes are important, and the study found that one theme
alone would not work. The existence of the others was needed .

Shriberg (2002) studied the organizational factors influencing campus
environmental performance and leadership. The purpose of this study was to examrne
the organizational factors that help determine why and how some campuses do
emerge as sustainability leaders while most campuses lag behind in that same
capacity. The target population for research was at both the institutional and the
individual level . The institutional sample was purposive and non-random because the
researcher implied that randoml y- selected group of institutions would display l ittle
variabil ity in environmental leadership because most institutions would exhibit no
leadership. So, the study looked at 59 colleges and universities in the U.S. with 249
individuals. The researcher then conducted three different instruments to collect the
data, which were composed of surveys, a comparative case study, and participant
observations. This offered six conclusions.
Conclusion 1: Image- seeking behavior, collaborative decision-making structures,
collegial atmosphere, and progressive or liberal political orientation are all strong
positive non-environmental conditions for success in campus sustainability efforts.
They are beneficial to a campus only when strongly linked to environment and social
issues by change agents.
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Conclusion 2 : A diverse core of stakeholders with the support of the leaders can
drive campus sustainability by acting in a coordinated manner and taking advantage
of conducive organizational conditions as well as providing or capitalizing on a spark
or catalyst.
Conclusion 3: Campus sustainability efforts are stronger when advocates appeal to
institutional strategic positioning interests of high-level decision -makers and the
personal ethics of those lower in the organizational hierarchy.
Conclusion 4: The low priority of environmental and interrelated social
issues on the campus agenda greatly impedes movement toward sustainability.
Conclusion 5: Movement toward campus sustainability will occur when change
agents convert disparate efforts into comprehensive efforts that are well integrated
across departments and functional areas by convincing institutional leaders and other
stakeholders about the criticality of sustainability at the i nstitutional level.
Conclusion 6: The use of the term and concept of sustainability in campus
environmentalism implies an effective, long-term, systemic and systematic approach
to environmental and interrelated social and economic issues. A focus on
sustainability represents a more advanced stage of campus environmentalism.
Regarding to these conclusions, image-seeking behavior, and collaborative
decision-making and collegial atmosphere

can

be considered important factors in the

success of any organization. Thus, effective leadership should make sure that these
factors are from his! her priorities.
Further, Andre (2005) conducted a study on the changing nature of leadership. The
purpose of this study was to explore the current field of leadership and forecast future
trends. The researcher aimed to discover the challenges that leaders currently face
and find out how the definition of leadership had changed over the last ten years.
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The researcher relied on several independent streams of research, including survey
research, interaction classroom research, archi val research, and comparative
benchmarking. The sample was 305 vol unteers who had graduated from the Centre o f
Creative leadership development program

( LDP). They were situated at different

organizational levels of which 5 1 % 0 were in upper middle-level management and
3 0 . 5% were at the top management level; 1 6.9% were in the middle fIrst level, and
1 .7% had no relevant position .
Because the researcher was interested in the differences in leadership across
geographic cul tures, he took 3 3 .3% of the sample from the global population and
European countries, including the UK, Germany, Belgium, Ireland, Canada, France,
and five other countries. The rest of the sample came from the U S . 50% of the data
were collected from participants who were between 36-40 while 1 4 .5% of the data
were collect from leaders age is 50 or above. The majority of the participants were
males (at 67.2%) and the rest were female. The researcher used an Internet survey and
two forms of interactive data collection as part of the experiences of the participants
to collect data.
The findings o f this research indicate that there is a significant difference between
global population leadership and U . S . leadership. The global population made a
greater j ump from individual to more collective approaches from the past to the
present, whi le there was a resistance toward such leadership approaches from U S
participants. The researcher offered three major findings: 1 . The result of many of the
leadership approaches seen in 1 994 has appeared in more recent years. 2. Non
traditional views of leadership were often associated with studies of leadership in less
hierarchical settings. 3. There was leadership when (a) leader and follower work
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col laboratively ; (b) the active role of fol lowers was seen in the leadership process
and (c) the role of culture was seen as a shaping aspect.
The best practices o f women leadership were mentioned i n a study conducted by
Kates (2004). The purpose of this study was to investigate the perceptions of women
superintendents regarding their own leadership practices. The researcher developed a
l i st of five leadership practices which incl uded challenging the process, inspiring a
shared vision , enabling others to act, model ing the way, and encouraging the heart.
The questions that the researcher then raised related to the differences i n how women
perceive their leadership practices based on age, years of administrative experience,
size and structure of their districts, and how they describe effective leadership
practices in general and their own enactment of those practices in particular.
The participants included 1 48 women drawn from a group of 1 96 women who were
contacted to participate. The women were from d i fferent size districts; large, mid and
smal l . The women were from different states that incl uded Indiana, I l l i nois,
Wisconsin, and Michigan. Of that group, 60% of the participants were between 50
and 60, and 66% held doctorates. Of the group 95% of the participants were
E uropean- American, and 85 . 1 % were married.
The researcher used Inventory- self (LPI-Se l f) to measure the perceptions. He
conducted a survey, interviews, and acquired a demographic q uestionnaire. The
survey consisted of fifteen questions that asked for both personal and professional
information. A post hoc analysis using Tamhane's T2 for unequal variance was also
conducted. The analysis of variance showed that there was a statisticall y significant
difference i n the size of the district and perceived leadership practices. Women
superintendents in the l argest school districts perceived themselves to be using or
challenging the process and inspiring a shared vision more than did women in mid -
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size and small school districts. No other significant differences or findings were
found.
Neimann & Koze (2008) conducted a study about the relationship between
leadership practices and organizational culture. The purpose of this study was to
investigate the relationship between leadership practices for the principal and the
school culture. A sample of 30 schools participated in this research. The researchers
used two measurement instruments. The first was the leadership practices inventory
(LPI) which measures leadership practices, and the second was Goffee and Jones's
organizational culture questionnaire, which consists of 1 4 items rated as low, medium,
or high. The STATA data processing program was used to compute the correlations
between the variables. The researchers also used Linear regressions and regression fit
graphs to analyze the collected data. The result of the study showed that there is a
positive relationship between a principal's leadership practices and the sociability and
solidarity dimensions of their school c ultures.
Olayele (2008) conducted a study on principal leadership behavior and school
learning culture. The purpose of this study was to investigate the relationship between
principal leadership behavior and school learning culture. A group of 65 secondary
schools were randomly selected in Ekiti State from 1 6 1 secondary schools. The
researcher selected purposive sampling, which was to acquire 650 teachers from the
selected 65 schools. The selection of the researcher was based on the experience of 25 years with the current principal to effectively assess the leadership of that principal.
The researcher used two instrum ents for the study, a survey and a questionnaire with
two sections. Section A related to the talent constructs of leadership, and Section B
dealt with the co nstruct of a school learning culture. He then used a one-way ANOV A
and Spearman's correlation to determine the strength of the relationship between the

A TUR E

F

FF CTI V E E DUCATION A L LEADER S H I P

23

variables. After analyzing the data, the researcher concl uded that there is a significant
relationship between leadershi p sty le and school learning culture.

Another study on trans formational leadership was conducted by Leithwood and
Jantzi ( 1 990). The purpose was to examine the practices of administrators in each of
1 2 school s that had developed highly collaborati ve professional relationships over a
three-year period in the context of a school improvement initiative. Of the 1 2 schools
selected for the study,

6 were from a larger project on school improvement, and the

rest were not related to this project. The researchers raised three carefully-guided
questions. The first question concerned the extent to which the school s had achieved
collaborative cultures and the reasons for variation in the degrees to which these
c ultures had been achieved. The second question inquired about the significance o f
the larger set of improvement processes in which people engaged to developed
collaborati ve cultures. The third question addressed the strategies used by school
administrators to develop more collaborative school cultures.

The data were collected using semi-structured i nterviews during a two- day visit
and a principal's questionnaire. The data were analyzed using a method adapted from
the work of Mi les and H uberman ( 1 984) for qualitative analysis. The results of the
study suggested the feasibility of developing more collaborative school cultures
within a relativel y brief period of time and clarified the role played by the l arger
context of school improvement to foster col laboration. The researchers described
specific strategies used by the administrators. These strategies were associated with a
concept of leadership termed as "transformational".

Social justice education leaders and resistance was another study conducted by
Theoharis (2007). This study sought to develop a theory of social j ustice educational
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leadership. Purposive sampling was selected. Seven public school leaders out of
eighteen were selected based on the selection criteria The researcher used interviews
to collect the data After analyzing that data, the researcher developed a description
for (a) how the principals enacted social justice; (b) the resistance they faced and the
toll that resistance had on them and ( c) the strategies they developed to sustain their
social justice work despite the resistance. The researcher also indicated the
impl ications of administrator preparation. Some of the features the researcher
mentioned as positive for a good social justice leader to acquire were the following: a)
places significant value on diversity, b) strengthens core teaching and the core
curriculum, c) embeds professional development in collaboration structures and
contexts, d) sees all data through the lens of equity, and e) is intertwined with the life,
community, and soul of the school.
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C ha pter 3

M et h odology

Research M ethod

This chapter presents the methodology of the current research. As shall be see�
that methodology is influenced by the purpose of this study, which is to investigate
the most important features that can affect effective educational leadership in
government schools in the Emirates of Abu Dhabi. The chapter discusses the research
design, research instrument, the sample, and the procedures followed for the research.
Research Design

This study is a descriptive survey research. It aims at collecting data about the
features of effective educational leadership from teachers' and "describes the way
things are and concerns with the assessment of attitudes and opinions" (Gay &
Airasi� 2000, p 1 3 8).
In this research, the samples were collected from the population randomly. A

questionnaire was designed to collect data as that method requires less time, is less
expensive, and permits the collection of data from a much larger sample.
Questionnaires can be individually administered to each respondent, but for
efficiency, they are usually mailed (Gay & Airasi� 2000). The designed
questionnaire, consisting of 36 closed-ended questions was handed to the participants
in their schools.
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The I n trument

The study util izes a survey that was completed by school teachers. A
questionnaire was distributed to teachers in the AI -All schools. It used afive levels
Li kert scale questionnaire rated responses from strongly agree to strongly disagree .
The questionnaire incl uded

36 close-ended questions with six main categories and one

open- ended question. The questionnaire sheet was short to ensure it would not take
more than 1 5 -20 minutes to complete and therefore encourage the participants' to
cooperate. The sheet was accompanied by a short cover letter that explained the
purpose of the study. Demographic data were used as the first part of the survey and
contained age, gender, level of education, years of experience, and the current held
position. Arabic copies of the questionnaire were handed out to the teachers.

The researcher had the permission of using a designed LPI questionnaire. The
researcher conducted some modifications on this questionnaire. A copy of the
permission is presented i n Appendix B.

The final version of the instrument is presented i n Appendix A

Validity and Reliability

Expert opinions were gathered and reviewed to test the content validity of the
survey. Content validity was established using a jury of five doctors and professors
who specialize in educational leadership. This j ury j udged the relevance of the
instrument to the study, the belonging of each item to its subscale, and the wording of
the items therefore, the final draft of the questionnaire was tested by giving it to 1 0
respondents to gain their valuable feedback to improve the i nstrument before
implementing it. " Pretesting a questionnaire provides information about deficiencies
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and suggestions for improvement. Even a small -scale pilot study based on a small
number of partici pants can help in reflning procedures, such as instrument, scoring
routine and anal ysis techniques" (Gay & Airasi an, 2000, p 1 54). The content of the
instrument was designed by conferring with a master certi fied coach in educational
leadershi p.

The rel iabil ity of the fi nal instrum ent was assessed using the Cronbach's alpha
.963 which was a very high reliabil ity . "Cronbach's alpha is an index of rel iabi lity
associated with the variation accounted for by the true score of the " underlying
construct. The construct is the hypothetical variable being measured. An Alpha
coefficient ranges in value from 0 to 1 and may be used to describe the reliability of
factors extracted from dichotomous and/or multi-po int formatted questionnaires or
scales. The higher the score, the more reliable the generated scale is" (Santos, 1 999,
p.297-299).

Pop u l a tion

The partic ipants in thi s study were selected randomly from AI-Ain Educational
schools. In the Al-Ain Educational Zone there are 1 28 governmental schools
(secondary, preparatory, elementary and models) with about 477 1 teachers of which
60% of them were females and the others were male Of the full group 40% of the
teachers were national c itizens of the DAE. Nearly all the national teachers hel d the
Bachelor's degree and some held Master' s degrees (6%). The remainder were from
Egypt, Sudan, Syria, and Tunisia and other Arab countries and some were from the

�

the US, and South Africa

(ADEC Statistical Factbook, 20 1 0)
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P a rticipants

A strati fied sampl ing of schools was completed according to the type of schoo l .
According to table 4.2 that was mentioned b y Gay and Airasian (2000) t o determine
the sample size, it is found that the appropriate sample in AI-Ain Educational Zone
was 3 80 teachers. So, 4 1 4 questionnaires were handed out the teachers. Teachers were
selected randomly. 1 8 schools were selected with nine male schools and nine female
schools. From the male schools 2 high schools, 2 preparatory and 2 elementary
schools were selected randomly. The only three modal schools from each level were
purposively selected. The same process was done with the female schools and
4 1 4teachers with 207 males and the 207 females selected randomly from the 1 8
schools. Then 23 teachers from each school were selected randomly. Their ages
varied from 20 to more than 40 with their experience ranging from 3 years to more
than 1 5 years in teaching.

Proced u res

After constructed the questionnaire, it was tested on 1 0 respondents and then
slightly changed according to their comments and feedback. After that, the
questionnaire was handed out to the teachers in their schools. It took about two weeks
to distribute and collect the questionnaires. Of the 4 1 4 questionnaires distributed, 70%
of the questionnaires were returned. (267) valid questionnaires were completed and
the other 1 3 were not. After collecting the questionnaire, the data were inserted into
an SPSS file and then analyzed. The data were analyzed in the UAE U niversity Lab
using the analytical software SPSS.

ATUR E

0

EFF

TNE E DUCATIO

AL LEADERS l-llP

29

Limitations and Delimitation

There were certain limitations that pertained to this study. First, the sample did
not address all the educational zones in the Emirates. The private schools in AI-Ain
were excluded from this study as the purpose of this study was to investigate the
perceptions of local teachers who can be more available in governmental schools.

The questionnaires were handed only to the teachers because the purpose of this
study was to get their perceptions on effective leadership practices. They are the only
group that are mostly involved in schools communities and live the real situations of
leadership practice. Moreover, the study utilized mainly close -ended questions
because they are easy to answer by teachers and less time-consuming as well, so
respondents would not get bored.

E thical Considerations

All participants were informed before the commencement of data gathering and
were guaranteed that they were free to agree or disagree to participate in the study.
Their refusal would not in any way affect their professional evaluations. The
participants were free to withdraw from participation at any stage,and doing so would
not in any way be used against them. The objectives of the study and the involvement
of the participants were well communicated in advance and their consent to
participate was sought in writing. No personal information about the teachers was
collected, and thus this study did not constitute an invasion of any privacy.
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C h a pter 4

The Data A n a lysis

I n t roduction

This chapter presents a description and analysis of the data collected from the
partici pants of the study through distributed questionnaires. The chapter is subdivided
into three parts. The first presents an analysis of the demographic information for all
the participant teachers according to gender, age, years of experience, quali fications,
and national ity). The second part provides a summary and statistical anal ysis of the
answers obtained from the teachers wherein they rated their answers from totally
agree to total ly disagree according to a Likert scale. The last part of the chapter offers
a s ummary and an analysis of the teachers' opinions on the most important features of
educational leadership.
The questionnaire was divided into three sections. The first section included
demographic information to be completed by the teachers for their gender, age,
qualifications, years of experience, and nationality. The second part of the
questionnaire was divided into six categories. Each category contained six
components rated according to the five level Likert scale. These six categories were
the following: Modeling the way, inspiring a shared vision, challenging the process,
enabling others to act, encouraging the heart, and having a global mindset The third
section of the questionnaire allowed the participants to provide their independent
opinions about what they believed to be the most important features of effective
educational leadership .
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Participant Demographics

267 valid questionnaires were completed out of 4 1 4 questionnaires sent out to
1 8 male and female schools in the Al-Ain Educational Zone.

Table 4.
Gender

1
Frequency

Percent

Valid
Male

91

34.0

Female

1 04

38.8

Missing

72

26.9

267

1 00.0

information
Total

The above table displays the gender of the participants. As shown, the highest
number of participants were female. In this study there were 1 04 ( 3 8 . 8%) female
teachers and 9 1 (34%) male teachers and 27 .2% were missing infonnation.

Table 4. 2
Age
Frequency

Percent

Valid
3.4

20-25

9

26-30

61

22 .8

3 1 -35

47

1 7.5

36-40

46

1 7.2

Above 40

65

24.3

Missing information

39

1 4 .6

Total

267

1 00.0

This table displays the age of the participants. As shown, the highest percentage
of the participants were those older than 40 (24%), while the lowest percentage was
between 20-25 (3 .4%). Those who were ages 26-30 totaled 22.8% of all participants.
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Table 4. 3
Qualifications
Percent

Frequency
Valid
PHD

3

1.1

MA

16

6.0

SA in Education.

99

36.9

1 00

37.3

Other

14

5.2

Missing information

35

1 3. 1

SA ( general?)

Total

267

1 00 .0

This table summarizes the participants' qualifications. As shown, the highest
percentage of participants held a Bachelor degree, but not in education. They
represented 3 7 .3% of the participants while 3 6 . 9% of the participants had a Bachelor
in Education. Only 6% had a Master' s degree and 1 . 1 % held the PhD.

Table

4. 4

Experience
Frequency

Percent

Valid
3 years and less

36

1 3. 4

4-7

48

1 7.9

8- 1 4

63

23.5

1 5+

87

32. 5

Missing information

33

Total

267

1 2.7
1 00. 0

This table displays the frequency and percentage of the participants in terms of
years of experience. As shown, the highest percentage of the participants were those
over 1 5 years of experience representing 3 2 . 5%. The lowest percentage were those
with 3 years of experience or less. Additionally, 23 . 5 % of the participants had 8- 1 4
years of experience.
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Table 4. 5.
Nationality
Frequency

Percent

Valid
Local

131

48 . 9

Nonlocal

1 08

40.3

28

1 0 .4

Missing
information
Total

267

1 00 . 0

This table displays the freq uency and the percentage by nationality. As shown,
the highest percentage of the participants were from local at 48 .9%, while 40.3% were
from other Gulf and Arab countries.

Ed ucational Leadership S u rvey Data

To analyze the quantitative data relevant to questionnaire statements, the
researcher fol lowed several specific steps. First, the obtained data were all coded and
entered into the SPSS fi le. Second, the SPSS program was uti lized throughout for the
statistical analysis. Based on the features of educational leadership, the questions were
arran ged

into six groups or categories. Each group contained six d i fferent elements

that were rated from totally agree to totally disagree.

Table 4. 6.
Statistics
N

Valid
Missing

Feature A

Feature B

Feature C

Feature 0

Feature E

Feature F

21 7

1 85

1 83

1 75

1 73

1 91

50

82

84

92

94

76
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Category 1 : Model the way

Table

4. 7

Model the

way

F requency
Valid

Percent

Is clear about b islher phi losophy of leadership

36

Asks for feedback on how hisl her actions affect others'

22

8.2

certain that people adhere to agreed-on standards

13

4.9

Builds consensus around organization's values

22

8.2

62

23.2

62

23.2

217

8 1 .3

50

1 8 .7

267

1 00.0

1 3.5

perfonnance
Makes

Sets a personal example of what is expected

fol lows through on promises and commitments

Total
Missing

information

Total

The first category of the identified features of educational leadership was
"model the way", which consisted of six sub-features. As shown

in

the above table,

8 1 .3% of the participants answered this question. 46.4% of these believed that
educational leadership must "set a personal example of what is expected" and " follow
through on promises and commitment" each of these replies charting at 23.2%. The
lowest (4.9%) rating was for the sub-feature, "making certain that people adhere to
agreed --()n standards" The same number of participants (8.2%) selected" asks for
feedback on how his! her actions affect people's performance" and " builds a
consensus around an organization's values" in relative terms. Finally , 23 .2% of the
participants agreed that educational leadership has to "follow through on promises and
commitments. "
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vision.

Table 4.
Inspire a shared vision

Frequency
- hows others how their interests

Valid

be realized.

37

1 3 .9

49

1 8 .4

37

1 3.9

-Describes a compelling image of the future.

15

5.6

-Paints a "big picture" of group aspirations.

8

3.0

39

1 4.6

1 85

69.3

82

30.7

267

1 00.0

can

-Speaks with conviction about the meaning of work.
-Appeals to others to share their dream for the

future.

-Talks about future trends influencing their work.

Total
Missing
Total

Percent

information

As shown in Table 4.8, the category is about " inspiring a shared vision" which
consisted of six sub-features. A total of 69.3% of the participants completed this
question. According to the above table, 1 8.4% of these participants believed that
"speaking with conviction about the meaning of work" was the most important feature
of this category and thus had the highest rating, while 3% believed in the importance
of "painting a "big picture" of group aspirations" as the most important aspect.
Further, 1 4.6% of them selected "talks about the future trends influencing our work"
as the most important sub-feature. Mostly, the rest of the participants selected the subfeatures "appeals to others to share their dream of the future" ( 1 3 .9%), and "shows
others how their interests can be realized" ( 1 3 .9%) as the most important aspects.
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Category 3: Challenge the process

Table 4. 1 0.

Challenge the proce

Frequency
Valid

- Searches outside organization! school for innovative ways

4 2

Percent
1 5. 7

to Improve

- Seeks challenging opportunities to test skills

21

7.9

- Asks "What

21

7.9

- Makes

can we learn?"

certain that goals, plans , and milestones are set

63

23.6

- Experiments and takes risks

24

9.0

- Challenges people to try new approaches

12

4.5

Total
Missing

information

Total

1 83

68. 5

84

31 . 5

267

1 00.0

Table 4.9 s ummarizes the third category, which is "challenge the process". As
shown, 68.5% of the participants completed this table. The highest rating was 23.6%
for choosing "makes certain that goals, plans, and milestones are set" as the most
important feature of this category, while the feature of "challenges people to try new
approaches" was selected by but 4.5% of the participants and was the lowest rating.
Two groups of participants (7.9% each) selected "asks what we can learn?" and "seeks
challenging opportunities to test skills, while relatively 9.0% of the group 0 selected
the sub-feature "experiments and takes risks" .
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Category 4: Enable others to act

Table 4. 1 1
Enable others to act
Frequency
Valid

- I\cUvely listens to diverse points of view

60

22 .5

- Treats people with dignity and respect

62

23.2

- Supports decisions other people make

10

3.7

- Develops cooperative relationships

12

4.5

- Ensures that people grow in their jobs

11

4.1

- Gives people choices about how to do their work

20

7.5

Total
Missing

Percent

information

Total

1 75

65 .5

92

34.5

267

1 00.0

As demonstrated in Table 4. 1 0, nearly half of the participants (45.7%) selected,
respectively, "treats people with dignity and respect" and "actively listens to diverse
points of view"

as

the most important features of this category and the highest

percentage. The lowest ratings (3 .7%), (4. 1 %) and (4.5%) were for "supports
decisions other people make", "ensures that people grow in their jobs" and "develops
cooperative relationships" relatively.
Category 5: Encourage the h eart

Table 4. 1 2
Encourage the heart

Frequency
Valid

- Gives team members appreciation and support

57

2 1 .3

- Recognizes people for their commitment to shared values

29

1 0. 9

- Creatively rewards people for their contributions

17

6.4

- Expresses confidence in people's abilities

32

1 2.0

- Praises people for a job well done

22

8.2

16

6.0

1 73

64.8

94

35.2

267

1 00.0

-

Finds ways to celebrate accomplishments

Total
Missing
Total

Percent

information
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As shown in the above table, 64 .8% of the participants completed this q uestion.
The highe t number selected " gives team members appreciation and support" as the
most important feature o f leadership (2 1 .3%), while the lowest number (6%) and
(6.4%) selected " finds ways to celebrate accomplishments" and "creatively rewards

people for their contributions" as their most important criteria Further, 1 0.9% and
1 2% of the participants selected "recognize people for commitment to shared values"

and "expresses confidence in people's abilities" relati vely.
Category 6: Have a global mindset

Table 4. 13
Have

a global mindset
Frequency

Valid

Percent

- Respects cultural differences.

42

1 5.7

- WiUing to adapt, learn, and cope/interact with other cultures.

56

2 1 .0

- Has positive attitude toward those from other cultures and regions

16

6.0

- Builds effective alliances with other organizations.

11

4.1

- Has the ability to manage tension between corporat.e requirements

29

1 0. 9

37

1 3. 9

191

7 1 .5

76

28.5

267

1 00.0

an d l ocal challenges.

- Make decisions that reflect global consideration.
Total
Missing
Total

information

Table 4. 1 2 represents the six features of the fi fth category. As shown, the
highest rating was for the feature "willing to adapt, learn, and cope with other
cultures" which was 2 1 .0%, whi le the lowest feature was "builds effective alliances
with other organizations" at 4. 1 % and " has positive attitude toward those from other
cultures and regions" at 6%. Also the second high percent was 1 5 .7% where
participants believed that a leader should respect cultural differences.
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Open-ended Q u estions

To determine the most i mportant feature of effective educational leadership
from the point of view of the teachers, the researcher followed the following steps:

•

At the end of each questionnaire, the researcher left three lines for the

participants to put in order from their point of view the three most important
features.
•

The participants' answers were categorized into three categories-- the most

important, important and less important. The researcher learned that eight different
features were selected
•

as

the most important feature.

These features were computed to learn their percentage and frequency.

Table 4. 1 4
The most important features
Frequen

Percent

Ranking

Ranking.

3

2

cy

Ranking.

Valid
Treats people with dignity and respect
Encourages and praises people for their jobs.
Plans ahead.

Sets a personal model for what is expected.

80

44.4

43

16

21

44

24.4

8

13

23

22

1 2.2

9

8

5

44

24.4

35

7

2

48

26.6

14

22

12

26

1 4.4

3

7

16

38

21.1

3

1 1

24

27

1 5.0

6

9

12

Actively listens to diverse point of views.

Experiments and takes risks.
Cooperatively supports teamwork
Expresses confidence in people's abilities.

Total
Missing System
Total

1 80

67.4

87

32.5

267

1 00.0

1 00.0
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As shown in the table above, 67.4% of the partici pants completed this part of
the questionnaire. Of this group, 44.4% of them mentioned the sub-feature " treats
people with dignity and respect" as the most important feature of leadership. Further,
43 of the partici pants ranked this feature as number ( 1 ) while 2 1 of them ranked it as
number (3). The second sub-feature

"Encourages and praises people for their jobs"

was mentioned by 24.4% of the participants. Only 8 of them ranked this feature as
feature number ( 1 ); however, 23 ranked it as number (3), The rest of the participants
ranked it as number (2).
The next sub- feature was " P lans ahead" . It was mentioned by 1 2.2% of the
participants, and 9 and 8 of them ranked it as feature number ( 1 ) and feature number
(2), respectively. F urther, 3 5 participants out of 44 who mentioned "sets a personal
model of what expected" as the most important feature, ranked it as feature number
( 1 ), whi le 2 participants only ordered it as number (3).
The sub-feature "actively listens to diverse point of views" was mentioned by
26.6% of the participants, and 22 o f them ranked it as number (2) However, 1 4 and 1 2
of them ordered it as number ( 1 ) and (2), respectively. Further, 3 out of 26 of the
participants ranked the sub-feature "experiments and takes risks" as number ( 1 ); on
the other hand, 1 6 of them ranked the same feature as number (3).
Then 38 of the participants selected the sub-feature "cooperatively supports the
team work" as their most important feature, and 24 out of 3 8 of those participants
ranked this feature as number (3) while 3 and 1 1 ranked it as number ( 1 ) and (2),
respectively. 1 5 .0% of the participants mentioned the sub-feature " expresses
confidence in people's abi l ities" as the most important feature, and 6 out of 27 ranked
this quality as number ( 1 ). Then 6 and 1 2 o f the participants ranked it as number (2)
and number(3), respectively.
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A s demonstrated i n the same table, the hi ghest percentage o f participants (44.4%)
rated " treats people with dignity and respect" as the most important sub-feature while
the lowest percentage (22.2% ) rated "plans ahead" as the most important feature.
Further, 24 .4% of the partici pants rated relatively "encourages and praises people for
their jobs" and "sets a personal model of what expected" as the most important sub
features, whi le26.6% of the teachers rated "actively l i stens to diverse point of views"
as the most important feature, and 1 4 .4% and 1 5 .0% of the participants rated
"experiments and takes risks" and "expresses confidence in people's abilities" as their
most important sub-features relatively. Finally, 2 1 . 1 % of the participants rated
"cooperatively supported team work" as the most important sub-feature.
As for the ranking or order of the most important features, 43 of the participants
ranked "treats people with the dignity and respect" as number ( 1 ). The second highest
rating for number ( 1 ) was the sub-feature "sets a personal model of what expected..,
and it was rated by 35 teachers. The lowest rated (3 participants) for number ( 1 ) were
for "cooperatively supports teamwork" and "experiments and takes risks"
respectively. Only 6 and 8 of the participants ranked "expresses confidence in people's
abilities" and "encourages and praises people for their jobs" as number ( 1 ),
respectivel y.
As for a rating for a ranking for order number (2), 22 o f the participants ordered
"actively l istens to diverse point of views" which was the highest rating. Then 1 1 and
1 3 of the participants ranked "cooperatively supports teamwork" and "encourages and
praises people for their jobs" as number (2) relatively. The lowest rating for the
number (2) order or ranking were "sets a personal model o f what is expected" and
"experiments and takes risks", rated as number (2)

(?) by 7 of the participants. Only 8
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of the participants placed "plans ahead" and "expresses confidence in people's

abilities" as number (2) respectively.
The highest rating for order number (3) was for (23 and 24 of participants)
"encourages and praises people for their jobs" and "cooperatively supports teamwork"
relatively while the lowest rating was for "sets a personal model of what is expected"
mentioned by only 2 participants . Of the participants, 1 2 and 1 6 ranked the sub
features "expresses confidence in people's abilities" and "experiments and takes risks"
as number (3).
B y comparing the findings of both quantitative data and the open-ended question,
the researcher found out that in the two types of data teachers believed that "setting a
personal example of what is expected", "planning ahead", and "Giving team members
appreciation and support" were the most important features of effective educational
leadership. It was clear that regardless the ranking, both types of data supported each
other.
On the other hand, there were some differences between the findings of both types
of data. From the perspectives of teachers " fol lowing through promises and
commitment", "speaking with conviction about the meaning of work", and " wil ling to
adapt, learn and interact with other cultures" were the most important features of
educational leadership that were not mentioned in the open-ended questions. While
"encouraging and praising people for their work", "actively listening to diverse point
of views", "experimenting and taking risks", and "expressing confidence in people's
abilities" were only mentioned in the open-ended questions as the most important
features of effective educational leadership from the perspectives of teachers.
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C HAPTER S
D iscu sion, S u m m a ry , Concl u s ion and Reco m m endations

In this Chapter, an analysis and discussion of the most important features that
infl uence effective educational leadership wi l l be presented. The last section of the
chapter presents the recommendati ons.

S u m ma ry of the Study

The purpose of this study was to investigate the most important features and
characteristics that influence effective educational leadership from the perspective of
teachers in AI-Ain public schools.

The features investigated in this study were classi fied into six categories which
incl uded modeling the way, inspiring a shared vision, challenging the process,
enabling others to act, encouraging the heart, and having a global m ind-set. These are
based on the leadership practice inventory (LPI ) that was developed by Barry
Zweible, a master certi ficated coach. Permission was taken to use these categories i n
the study.
This research sought to find the answer to the following question:
What are the most effective features that infl uencing effective educational leadership
from the perspective of teachers in AI-Ain public schools?
The data for study were collected using a questionnaire wherein the queries were
rated on Likert -scale from strongly agree to strongly disagree. The questionnaire
contained

36

close-ended questions and a single open-ended question. Then

questionnaires were distributed to teachers i n
Ain Educational Zone

(23

18

414

male and female schools i n the Al

questionnaires for each school). The schools were stratified

and purposively selected while teachers were randomly selected.

267 completed
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questionnai res were returned with a 60% reply rate. The survey was divided into three
parts:
The first part asks questions about the demographic information of the
partici pant including age gender, qual ification, years of experience and national ity.
The second part had six categories, each with six sub-features. These categories
were modeling the way, i nspiring a shared vision, challenging the process, enabling
others to act, encouraging the heart, and having a global mindset. For each category,
the participants were to choose their most important sub-feature.
The third part of the questionnaire had one open-ended question where the
partici pants could rank the three most important features they had reviewed regarding
effective educational leadership.
The finding of these questions were analyzed and displayed in three different kinds
of tables: a) Tables that d isplayed the frequency and the percentage of each item in
each category. b) Tables that displayed the frequency and percentage of the most
important sub-feature in each category, and c)A table that displayed the frequency and
percentage to provide an order for the most important feature from the teachers'
perspecti ves.

D iscussion a nd Conclusion

Model the way

As mentioned, six sub-features fall under this category. The largest number of
teachers (46.4%) believed that effective educational leadership should set a personal
example for what is expected and follow through on promises and commitments;
3 5% the second high percentage of teachers ranked "sets a personal model of what
expected" as number one.
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The related literature supported this finding of the study. Effective leadership
is a phenomenon that resides in the context of positive interactions between leaders
and followers and makes leadership available to everyone. As a process leadership
can be observed in leader behaviors and can be learned. When the process gets tough,
a leader tells others what to do and shows that it can be done (Northouse,

20 1 0).

There was no signi ficant relation found between gender, age, or experience, and
the most important sub-feature. However, a statistical signi ficant relation (p<

.002)

was found between qual i fications and the features of "setting a personal example for
what is expected and fol lowing through on promises and commitments" in this
category.
Most of the teachers who rated these two features as the most important ones
had a BA, but not in education. According to the analysis of demographic
information, 3 5 . 7% of the teachers had a B A not in education. This is considered the
highest percentage of the sample having qual ifications. This view can be j ustified
since teachers who graduated from the College of Education must complete a
practical course in school before graduation. That course is not needed for graduates
of Humanitarian and Social Science College. Some of this group of teachers may have
less experience in education than others, so they need a real model for what is
expected from them before they are asked to do it.

In contrast, no statistical

significance was found between gender and the most important feature of effective
educational leadership "setting a personal example for what is expected and following
on promises and commitments" .
Inspire a shared vision

Six sub-features can be found in this category. The largest number of participants
(3 3 . 5%) believed that speaking with conviction about the meaning o f work and
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talki ng about future trends that infl uence that work are the most important features of
effective educational leadership, as selected respecti vely. Of the teachers, 2 7 . 8%
bel ieved that effective leadership should appeal to others to share the dream of the
future and show others how their interests can be ful fil led. This finding supports what
Gardiner (2006) says about successful leaders. He mentioned that a successful leader
has to have a vision and communicate it with both passion and purpose. The leader
has to allow emotion to speak to others in a way that transcends the mind and speaks
to the heart.
A statistical significant relationship (p< .0 1 4) was found between age (greater
than 30) and the most important sub-feature in this category. It is noticeable that
people of an older age have faced a variety of l i fe situations, which in tum made them
emotional l y more intelligent and more able to express their thoughts and ideas clearly.
Educational experience within this group of teachers might play a bigger role in
making them more confident about participating in decision- making and expressing
their ideas. In contrast, there was no statistical significance in what was found
between qualifications, nationality, and experience and the most important feature of
this category, namely, "speaking with conviction about the meaning of work".
Challenge the Process

The largest number of teachers (23 .6%) who completed this category believed
that effective leadership has to make certain that goals, plans, and milestones are set,
while only 4.9% and 7.9%, respectively, believed that chall enging people to try new
approaches and seeking challenging opportunities to test skills were the most
important features of educational leadership. These two ratings were considered the
lowest in this category. Indeed the literature did not support this conclusion.
Bartholomay, Wallace

&

Mason (200 1 ) mentioned seven essential themes for
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successful leadersbip. They ranked "challenging all students and their teachers to bigh
standards" as number one. As for the feature selected by most participants as the most
important feature, the literature supported the importance of plannin g and goal setting
to have effective leadership.
Providing clear goals and monitoring the progress of students by meeting these goals
is one of the most important features that Maryland (2000) mentioned in his book.
Being a good principal means being part of the decision making process for how to
handle the big challenges still ahead for education. Our community is in need of
leaders with foresight or visions who

can

plan five to ten years out (pierce, 2003).

A statistical significant relationship (p< .025) was found between gender and the
most important feature of this category which is "making certain that goals, plans, and
milestones are set" . There was a small difference in the size of the male (89) and
female (93) groups who completed this category and might play a role in determining
the difference. As it is known that women usually set tougher goals and care more
about achieving them than men do. That assumption may justify the significant
difference here. Another explanation it that is more l ikely to have male visualize their
goals so clearly that they can l iterally draw a picture of them for someone else, But it
is entirely possible that women face more m ultitasking responsibilities and more goals
on their agendas which can make it more difficult to make oral goals never forgotten.
By contrast, there was no significant finding found between experience or age and
"making certain that goals , plans, and milestones are set " as the most important
feature of this category.
Enable Others to Act

The first two features selected, respectively, by the largest number of the
participants (23.3) and (22.5) who completed this questionnaire were "treats people
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with dignity and respect" and " actively listens to diverse points of view" . The lowest
rating [or the most important feature was for "supports decisions other people make"
(3 .7%) , "ensures that people grow in their jobs"(4. 1 %) and "develops cooperative
relationships" (4.5%).
As for listening to di verse points of view, the literature review strongly
supported this feature. David (200 1 ) indicated there were four keys to successful
leadership, and the second key was maximizing communication skills. He mentioned
that by trying to understand someone and his or her point of view, you are sending the
message that ' you are important'.

One of the seven standards mentioned by the

National Council of Accreditation of Teacher Education and the Interstate School
Leadership is that leaders should act with integrity, fairness and in an ethical manner.
(Wi lmore, 200 1 ).

Pierce and Stapleton (2003 ) also mentioned that leadership needs

excel lence and equity and needs collaboration and cooperation to be effective.
A statistical significant relationship (p< .004) was found between gender and the
most important feature of this category which is "Treating people with dignity and
respect" . The difference i n group size between the male (84) and the female (90) who
completed this part of the questionnaire might have affected the significant
relationship. One more aspect that could relate to this significant fmding is the human

nature. Usually women tend to be more concerned about expressing their points of
views and want to be well treated, while men feel more comfortable with a direct
command and a control style of communication.
Encourage the heart

Most of the teachers (2 1 .3%) who completed this part of the questionnaire
believed that giving team members appreciation and support is the most important
feature of effective leadership whi le (6.4%) selected "creatively rewards people for
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their contributions " . Only ( 1 2%) o f the teachers selected "expresses confidence in
people's abi lities" as the most important feature of effective educational leadership.
Kel ler (2000) mentioned that the best leaders must promote an atmosphere of trust
and sharing throughout the school community. Standard 5 from the Educational
Leadership Constituent Council Standards for the preparation and development of
school leaders that Wil more (200 1 ) mentioned does address acting with integrity,
fairness and in an ethical manner. To have effective leadership, leaders need to be
responsible for enhancing people's self-esteem with appropriate rewards.

A statistical significant relationship (p< 0.023) was found between gender and
the most important feature in this category which is "giving team members
appreciation and support". This significant relationship can be j ustified by the nature
of humans. Usual l y women like to be more appreciated and rewarded for their work
even if that reward is j ust a positive word or two.
Have a global mindset

7 1 .5% of the participants completed this category, and 2 1 .0% of these teachers
selected "wil ling to adapt and cope with other cultures" as the most important feature
of effective educational leadership. Other high percentages ( 1 3 .9%) and ( 1 0.9%) were
for teachers who believed that effective leaders should make decisions that reflected
global consideration and have the ability to manage tension between administrative
requirements and local school challenges. Still, only (4. 1 %) of the teachers believed
that building effective all iances with other organizations is really important.
Referring back to the literature, one of the seven standards of the School
Leadership Licensure Consortium states that successful leaders have to understand,
respond to, and influence the larger political, social, economic, legal, and c ultural
context. Another standard was highlighting the importance of the role of leadership in
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collaborating with families and community members responding to diverse
commun ity interests and needs, and mobilizing community resources (Wilmore,
2001). Most of the teachers agreed. Theoharis (2007) indicated in his study that good
leadership should place s i gnificant value on diversity and extend clear cultural respect
to others.
There was no statistical significance found between gender, age, or experience
and "willing to adapt and cope with other cultures" as the most important feature in
this category. So, cop ing does not differ accord ing to gender, age or experience.
O pen-ended Q u es tion s

Overall, 67 .4% of the participants completed this part of the questionnaire . The
participants' answers were organized into three categories accord ing to importance.
The researcher found that eight different features were ranked as the most important
features. From the perspective of teachers, 44.4% believed that treating people with
dignity and respect is the most important feature and the literature strongly supported
this agreement. Burgess (200 1 ) indicated four keys to successful leadership, and his
second key was max imizing communication skills. He mentioned that in trying to
understand someone and that person 's point of view to achieve success ful leadership,
the second key was maximizing communication skills and trying to understand
someone else and his or her po int of view.
On the questionnaire, 4 8 . 8% of the teachers equally selected two most
important features of effective educational leadership with 24.4. % believing that
successful leaders should encourage and p raises people for their jobs. The other half
highlighted the importance of setting a personal model for what is expected . In 1 999,
a book mentioned that to be a successful school principal, the principal should utilize
recognition and rewards for excellence; a strong community was the most important
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element expected from a school principaL In that respect, 2 1 . 1 % of the teachers
selected "cooperatively supports team work"

as

their most important feature. Only

1 2.2% of the teachers bel ieved that planni ng ahead is an important feature of effective
educational leadership. However, without plannin g, organizations will have difficulty
maintaining leadership continuity or identifying appropriate leaders when change is
necessary. There should be a climate of trust between the leader and the rest of the
tearn to guarantee success (Rothwell, 2 0 1 0)
Reco m m en d a tions

The findings of this study clearly suggest eight most important features from
the perspective of teachers who were participated in this study. From their
perspective, an effective school leader is someone who:
o

Treats people with dignity and respect.

o

Encourages and praises people for their job effort.

o

Plans ahead.

o

Sets a personal model for what is expected.

o

Actively listens to diverse point of views.

o

Experiments and takes risks.

o

Cooperatively supports teamwork.

o

Expresses confidence in people's abilities.

Three of these features were ranked

as

the most important three features for effective

educational leadership. They are:
o

Treating people with dignity and respect

o

Encouraging and praising people for their jobs.

o

Setting a personal model for what is expected
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Additional ly, o rn e spec i fic actions should be taken to make sure that in our schools
there are e ffective leaders who wi l l help establish a real learning community. These
actions are to:
o

Upgrade and mod i fy the eval uation criteria and method based on accepted
leadership features.

o

Invol ve members of the school commun i ty l ike admini strative and teaching
staff students, workers, and even stakeholders in the evaluating process of the
school princi pal with a limited percentage in pri ncipal evaluation. As these
members are indicated in the features of effective educational leadership.

o

Modify the process for hiring schools leaders. The Abu Dhabi Educational
Council (ADEC) should plan wel l for the interview committee and that
committee should include people who do special ize in leadership and have the
eight features of h i ghly e ffective leaders.

o

A survey or another data collection tool can be used to evaluate whether
school principals have the most important features of leadership or not.

o

Design leadership preparation courses to prepare the next generation to be
effective leaders for the future based on the most effective leadership features.

o

Identify the types of specialized courses that work for

school leaders. Policy

makers in the Ministry of Education and ADEC should consider the school
leaders' needs and the results of their evaluation and design a successful plan
for professional development.
o

Design leadership programs to help school principals have knowledge and
ski l l s of those e i ght most effective features of leadership.

Recently ADEC started a new program for school leadership by hiring foreign
school principals in some schools in Abu Dhabi and AI-Ain. Research should be done
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to determine the result of hiring these school principals and find out whether they
possess the most effective features of leadership as conducted by this study. What
about local leadership? Do they have leadership abilities and ski lls to offer? I f yes, do
we believe in Emirati leadershi p abilities? I think studies i nvestigating these local
aspects of good leadership should be conducted as wel l .
Conclu sion

As it is now clear to everyone, ineffective leadership can hamper indi viduals and
the col lective growth and development of education deli very. Poor or ineffective
leaders

can

also lead to teachers' deciding to leave teaching. So, identifying the most

important features of effective educational leadership may help schools produce
leadership that wil l create positive environment where learning opportunities are
provided to everyone both equitably and meaningful ly. Moreover, examining the clear
features of good leadershi p from the viewpoint o f teachers, students, parents, and
others in the community wil l develop the best capacities, standards and actions related
to effective leadership. Realizing the features of EEL wil l also help and improve the

kind and quality of education that provides societies with better learning generation.
Identifying these i mportant features can help leaders upgrade their skil ls and attain the
characteristics of strong effective leaders. Moreover, applying the features identified
in this study can help create successful schools.

The selecting and hiring of school principal process has to be modified
according to these new features. New ways of hiring can be suggested and
implemented. It is not necessary to be a teacher to be a leader of the future. School
leaders should be hired based on their qualifications, ski lls, personalities, professional
development and experience as a leader, not j ust as a teacher. I f we recognize the
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real ity of the selection process for schools principals, we will find that task to be
really simple. Everyone who completes three years as a school vice-princi pal

can

apply to be a school principal. Personal ly, there are no deeper criteria for leadership
than having the experience of real school leadership. The criterion of the selection
process has to reflect the features of effective educational leadership. ADEC has
launched a series o f training workshops for schools princi pals, but most are far
removed in topics from the real needs that many school principals have today. Every
year there are a group of school principals who travel outside the country to
participate in educational conferences and have other educational experiences in
different countries. This i s real ly a positive step. But I

am

not sure i f there is a follow

up method to make sure that these successful experiences in other countries can be
trans ferred

to our schools successfully and whether these experiences support the

features we need of our school principals. We have to make sure that this kind o f
experience is cultural ly suited t o our community and based o n the features needed o f
leaders in our schools.
Regarding the open-ended question, when the teachers asked to rank the most
important features of effective leadership, no one has mentioned something about the
importance of establishing positive relations with parents and the stakeholders.
Personall y speaking, parents are very important stakeholders for the educational
decision- making process. They provide additional resources for the school and assist
with student achievement and enhance a sense of community pride and commitment.
All these factors can be infl uential to the overall success of the school. So, I think
engaging parents in school i mprovement as working members of the school
community in an important feature to create the most effective educational leadership.
Parent involvement with their children' s educational process through attending school
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functions, participating in the decision- making processes, encouraging students to
manage their social and academic time wisely, and modeling desirable behavior for
their chil dren all represent a valuable resource for schools. Parents should also
partici pate in evaluating the school principal ,

as

they and their famil ies are valued

members of the school community. I think creati ng strong relationships with parents
is one of the most important features of effective educational leadership.
Sharing and caring about others wil l enhance and strengthen the positive
relationship between leaders and all the stakeholders of a school . Treating people with
dignity and respect should

be one of the most important features and tasks of effective

educational leadership.
Teachers' perceptions of the most important feature of effective educational
leadership are really important, but other perceptions of other members in the school
community, such

as

students, parents, and other stakeholder should also be studied

and then address appropriately to have the best overview of the most i mportant
characteristics of effective educational leadership and how to implement them
successfull y to benefit students, teachers, parents principals, and the larger
community.
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AAPENOIX A
Teachers' Questionnaire

United Arab Emirates Universit y
Col lege of Education
Department of Foundation of Education
Master Program

E ffective Leadership Practice Q u es tio n n aire

National ity:
Gender:
Age:

UAE

Arab

other: . . . . . . .

male

20-25

Female

26-30

Years of experience:

3 1 -3 5

3 or less

Level of Education: BA

BS

4-7
MA

36-40

8- 1 4
MS

DVM

4 1 and above

1 5 and above
PHD

Others: . . . . . . . . . . . . .

For each of the statement below, please indicate the extent of your agreement or
disagreement by placing a tick in the appropriate box.
The response scale is as fol lows:

1.
2.
3.
4.
5.

Strongly Disagree
Disagree
Undecided or Neutral
Agree
Strongly Agree

Statement Category:

Strongly
agree

A. Model the W�.

The school principal :
l.

Is clear about his/her phi losophy
of leadershi�

2. Asks for feedback o n how his!
her actions affect people's

performance

Agree

U ndecided
or Neutral

Disagree

Strongly
Disagree

A
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3.

Makes ce rtain that people adhere
to agreed-on standards
4. Bui lds consensus aroWld
organization's values
5 . Sets a personal example of what
is expected
6. Fol lows through on promises and
commitment.
From the above please indicate the number of the most important feature of effective
educational l eadership
( )
B. I ns p i re a s h a red vision

Strongly

Agree

agree

Undecided

Disagree

or Neutral

Strongly
Disagree

7. Shows others how their interests
can be realized
8 . Speaks with conviction about
meaning of work
9. Appeals to others to share dream
of the future
1 O. Describes a compelling image of
the future
1 1 . Paints "big picture" of group
aspirations
1 2 . Talks about future trends
influencing our work
From the above please indicate the number of the most important feature of effective

educational leadership

(

)

C. C haUenge the Process

Strongly

Agree

agree

Undecided

Disagree

or Neutral

Strongly
Disagree

1 3.

Searches outside organization!
school for innovative ways to
lIDprove
1 4. Seeks challenging opportunities
to test skills
1 5. Asks " What can we learn?"
1 6. Makes certain that goals, plans ,
and milestones are set
1 7. Experiments and takes risks
1 8. Challenges people to try new
approaches
From the above please indicate the number of the most important feature of effective

educational leadership

(

)

D. Enable others to Act

Strongly

Agree

U ndecided

Disagree

Strongly
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or N e u t ra l

agree

Disagree

J 9, Acti vely l i stens to diverse points

of view

20. Treats people with dignity and
respect

2 1 . Supports decisions other people
make

22. Develops cooperative
relationships

23. Ensures that people grow in their
jobs

24. Gives people choices about how
to do their work
From the above please indicate the number of the most important feature of effective
educational leadership

(

)

E. E ncou rage the Heart

Strongly

Agree

U ndecided

Disagree

Strongly
Disagree

or Neutral

agree

25. G ives team members appreciation
and support

26. Recognizes people for
commitment to shared values

27. Creatively rewards people for
their contributions

28. Expresses confidence in people's
abi l ities

29. Praises people for a job well done
30. Finds ways to celebrate
accomplishments

From the above please i ndicate the number of the most important feature of effective
educational leadership

(

)

F. H ave a global mind-set

3 1 . Respects cultural differences.
32. Wil l ing to adapt, learn and cope
with other cultures.

3 3 . Has positive attitude toward those
from other cultures and regions,

34. Builds effective alliances with
other organizations.

3 5 . Has the abi lity to manage the
tension between corporate
requirements and local challenge.

Strongly
agree

Agree

U ndecided
or Neutral

Disagree

Strongly
D isagree

64
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36. Make decisions that reflect global
consideration.

I

I

I

I

From the above please indicate the number of the most important feature of effective
educational leadership

(

I

)

G. T h e m ost importa n t featu res of effective ed ucational leadersbip:

Please ranked three features that you think: they are the most important
features of e ffective educational leadershi p:
1.

------------------------------------------------------ -------------------

2. ------------------------------------------------------------------------3.
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AAPENDIX B

Questionnaire Permission

RE :

LPI

Fro

m:
Sen
t:

bany zweibel (bz@ggci.com)

Tuesday, April 27, 2010 3 : 58:32 AM

To:

'moon stone' (as.english@hotmail.com)
2 attachments I Download all attachments ( 12.9
KB)
imageOO l .gif (4.6 KB), imageOO3 .png (8.3 KB)
Hi, Aysha Thanks for your email. Are you referring to this categorization?
�

Practice #1: Model the Way
Comm itment # 1 : Find Your Voice by clarifying your personal values
Commitment #2: Set the Example by aligning actions with shared values
Practice #2: Inspire a Sha red Vision
Commitment #3: Envision the Future by imagining exciting a nd ennobling possibilities
Comm itment #4 : Enlist Others in a common vision by appealing to shared aspirations
Practice #3 : Challenge the Process
Com mitment #5: Search for Opportunities by seeking innovative ways to change, grow,
and improve.
Commitment #6: Experiment and Take Risks by constantly generating small wins and
learning from mistakes
Practice #4 : Enable Others to Act
Com mitment #7: Foster Collaboration by promoting cooperative goals a nd building trust.
Commitment #8: Strengthen Others by sharing power and discretion.
Practice #5: Encourage the Heart
Commitment #9: Recognize Contributions by showing appreciation for individual
excellence.
Comm itment #10: Celebrate the Values and Victories by creating a spirit of community.
That's actually from a cha rt I received with my LPI training. Here's the full attribution: u ©
2002-2008 by John Wiley & Sons, I nc. Published by Pfeiffer, An Imprint o f Wiley, San
Francisco, CA. All rights reserved.
U

Feel free to include me in your references/resources section, if you'd like, though. Too, if
you haven't looked at J ustin Menkes' work on Executive Intelligence (HarperCollins
Publishers, 2005) you m ight find that a n interesting conceptualization, as well.
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And, be sure to visit Lea d e rs h i p H a i ku ( www . twitter.com/leadershiph a i ku) - a side-project
of m i ne that's k i n d of clever, if

I

do say so myse lf !

- bz
Ba rry Zwei be l, M BA, Master Certified Coach

G ottaGettaCoach ! ., I ncorporated

Executive Coach i ng I Leadership Deve lopment I Life Coach i ng I and

M o re !
847-29 1-9735 I www.ggci .com l bz@ggc i .com

From : moon stone [ m ai lto :as.english @ hotma il com ]
Sent: Monday, April 26, 20 10 1 : 23 PM
.

To: i nfo @ggd .com
Subject: LPI
Good eve n i ng

I ' m d o i n g my master on ed u cational leaders h i p a nd a d m i n istration a nd I l i ke the
way you categorize the �PI p ractices . So I wonder if i ca n have you r permission to
use t h e sa m e way of you r classifica t i o n . Of su re I ' l l add some other catego ries.
I a p p reciate your h e l p .
Tha n ks
Aysha
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APPENDIX C
Questionnaire's Cover page.

United Arab Emirates University
Col lege of E d ucation
Department of Foundation of Education
Master Program
Facto rs I n fluencing Effective Educational Leaders h i p in High Schools i n The
UAE.

Dear Professor,
I would be grateful if you could proof read the attached questionnaire.

I aim at

gathering information about the factors that influencing effective educational
leadership. Realizing the factors wil l help and improve the kind and the quality of the
current educational system that helps in providing societies with better learning
generations.

TIlls questionnaire has been designed to collect some relevant views of both
supervisors and teachers.

I would l ike some feedback on the choices of the questions I have used for the

purpose of this investigation. I would be particularly i nterested to you hear your
comments on appropriate questions types. Would you consider that the language and
the content I have used are appropriate to this study?

I really appreciate your help.

Aysha Al-Nuaimi

Master student.
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Digitally signed by
Shrieen
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o=UAE University,
ou=UAEU Libraries
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